Aim of the study is to: a) reveal statistically significant differences in argumentativeness, leadership style and employee satisfaction between gender and age, b) explore the relationship between perceived superiors' argumentativeness, leadership style and self-reported employees' job satisfaction, c) investigate the influence of argumentativeness on leadership style and employee satisfaction in sport organizations and d) propose an employees' and superiors' typology. The sample consisted of 211 Greek employees of sport organizations. According to MANOVA's findings, statistically significant differences were observed between gender and age in perceived superiors' argumentativeness, leadership style and self-reported employee satisfaction. Perceived superiors' argumentativeness was negatively related to autocratic leadership style, self-reported employees' salary and promotion. There was a positive significant relationship between superiors' argumentativeness and democratic leadership style, employees' work conditions, work content, immediate superior and organization as a whole. Regression analysis revealed that perceived superiors' argumentativeness could significantly predict the variables of democratic leadership style and employees' work conditions, work content and immediate superior. Distinct types of relations between employees and superiors are the "unitarist" and the "individualist".
Introduction
This study aims at investigating relations among perceived superiors' argumen-tativeness and leadership style and self-reported subordinates' job satisfaction in sport organizations in the Municipalities. The academic added value is expected to lie in the understanding of the relation between argumentativeness, leadership style and job satisfaction. The practical added value is supposed to consist in detecting particular parameters which are significant for effective practical choices in the relations and function within such organizations.
In particular, this study intends to answer the following research questions: -Are there any differences between gender and age regarding argumentativeness, leadership style and job satisfaction? -Is there a positive or negative relationship between perceived superiors' argumentativeness, leadership style and employees' self-reports of job satisfaction in sport organizations? -To what extent the argumentativeness could be a significant predictor of leadership style and job satisfaction? -Can superiors' and employees' typology regarding parameters of argumentativeness, leadership style and job satisfaction is extracted?
Literature Review

Argumentativeness
It has been argued that the instructors' communication with their trainees has a noticeable effect on the learning process as well as a significant interaction with possible aggressiveness (Bekiari, 2012; 2017b; Bekiari, Deliligka, & Hasanagas, 2017; Bekiari, Deliligka, & Koustelios, 2016; Bekiari, Digelidis, & Sakellariou, 2006; 2016a,b,c; Bekiari, Hasanagas, Theoharis, Kefalas, & Vasilou, 2015; Bekiari, Kokaridas, & Sakellariou, 2005; 2006; Bekiari, Patsiaouras, Kokaridas, & Sakellariou, 2006; Bekiari, Koustelios, & Sakellariou, Gorden, 1989) . Argumentativeness increases the attainment of personal goals (Infante, 1981; Infante & Rancer, 1996) , improves interpersonal relationships by encouraging better solutions to conflicts (Rancer & Infante, 1985) , is linked to positively to emotional learning, motivation, attraction and satisfaction (Edwards & Myers, 2007; Myers, 2002; Myers & Knox, 2000; Myers & Rocca, 2000;  2001; Rancer & Avtgis, 2006; Schrodt, 2003; . Additionally, the ability of individuals to argue is an important factor in their effectiveness (Kline, 1998) and is considered a delightful activity that makes people more reliable, eloquent, creative and socially acceptable (Rancer, Kosberg, & Bauks, 1992) . Based on the principle of reciprocity (Gouldner, 1960) , it appears that when the superior attempts to persuade with arguments in order to support his position on a controversial issue, it is very likely that his subordinates will have a positive image about him. The superiors who uses arguments are considered to be loved by their subordinates (Gorden, Infante, & Graham, 1988 ) attract naturally social and scientifically the learners , affecting positively the satisfaction and empathy (Myers & Knox, 2000) .
Leadership Style
The supervisor can significantly influence the motivation and the collaborative spirit of employees as well as the general climate of the organizational culture and functioning. Leader behaviour plays a key role in team cohesion (Murray, 2006) . According to Burroughs (2005) , leadership is the process of influencing the attitudes and behaviours of a group of people, formal or informal, small or large, by one person (leader) in order them to work willingly and cooperatively achieving the goals of the organization with maximum efficiency. According to Storey (2005) , leadership is the balancing of particularly high abilities in a person who is innovative, experimenting and reinforcing group cohesion by providing information to its members, conceding to them power and recognizing their job offer. Chelladurai and his associates (Chelladurai, 1978; 1990; Chelladurai & Carron, 1983) proposed the Multidimensional Leadership Model, which consists of five leadership styles: democratic, authoritarian, mentoring, social support and positive feedback. According to this model, the convergence of the three types of leadership (indicative, preferred, perceived) affects positively to the team's mood improving the performance and the job satisfaction of its members.
Study has shown that the most effective leadership style is the democratic one in which the leader-supervisor distributes as much power to his subordinates as (Schmuck, 1968) , while unwanted leadership is considered the authoritarian (Surujlal, & Dhurup, 2012) . In addition, three attributes of an effective leader were recorded: development of interpersonal relationships, division of competences and decision-making (Bennie & O'Connor, 2012) , with socially supportive leadership style to stimulate team morale (Bray, Millen, Eidsness, & Leuzinger, 2005; Hampson & Jowett, 2014) and reinforce their desire to participate in physical activities outside of work (Chatzisarantis & Hagger, 2009 (Monemi & Moghaddam, 2013) , while the authoritarian style is associated positively with anxiety and the use of verbal aggressive behaviour by the leader (Bekiari, 2014) . Conclusively, the supervisors with their behaviour and the way that they perform their tasks affect the job satisfaction of the subordinates, promoting the production and implementation of innovative ideas within the enterprise (DeJong & DenHartog, 2007) .
Job Satisfaction
Job satisfaction is defined as the worker's assessment of the job and the framework in which it is performed (Weiss & Cropanzano, 1996) , which is not a stable situation but it is likely to change because it is determined by various factors (Robbins & Judge, 2013) such as the specific characteristics of the profession, the conditions in which the profession is applied, characteristics of the employees personality with the natural consequence that employees (Robbins & Judge, 2013) do not getting absolute satisfaction from their profession. In order the job satisfaction to be measured various factors must be taken into consideration such as the person's subjective view of how much he desires what he derives from his work (Vroom, 1964) , his value system (Locke, 1999) , the framework and the context of job. In addition, positive or negative attitudes towards work can have a significant impact on many forms of organizational behavior (Koustelios, 2001) and is related to the individual's professional experience (Koustelios & Kousteliou, 2001) . Job satisfaction encourages employees to make a greater contribution to the production process, as it has a positive influence on the quality of the provided services (Chang & Chelladurai, 1997) , increases the productivity and establishes a good cooperative behavior in the workplace (Lussier, Say, & Corman, 1999) as employees learn more easily their new tasks and make fewer complaints (Luthans, Norman, & Hughes, 2006) . In addition, job satisfaction is negatively linked to increased absenteeism of employees from the workplace (Tsiggilis, Koustelios, & Togia, 2004) , reducing the phenomenon of inappropriate access to it and the frequency of accidents (Luthans, Norman, & Hughes, 2006) and is associated with low labor mobility indicators (Hatton et al., 2001; Tsiggilis et al., 2004) . Smith & Bourke (1992) recorded the most important factors of job satisfaction, as follows: a) the nature of the work itself, b) the salary, c) the possibility of promotions, d) the colleagues, and e) the superiors. For example, research carried out on employees of cultural structures showed that employees were satisfied with their supervisor and the nature of their work but were dissatisfied with their salary (Koustelios, Theodorakis, & Goulimaris, 2004) .
Method
Participants and Procedures
The sample of the study consisted of 211 employees (88 males, 123 females) aged anonymity would be observed. Thereby, they were expected to give sincere answers. Rules of research ethics and best practice were also observed.
Instruments
Argumentativeness. The Greek version was used to assess perceived superiors' argumentativeness, based on the conceptualization of Myers & Rocca (2000) . Preliminary examination supported the psychometric properties of the instrument. In particular, confirmatory factor analysis indicated satisfactory fit indices (CFI: 0.98, SRMR: 0.05), and internal consistency of the scale (α = 0.87). The scale consisted of ten items (e.g., "enjoys a good discussion with arguments on a controversial subject with employees", "avoids making use of arguments when he disagrees with employees"). Participants were asked to respond to the items based on a 5-point Likert-type scale ranging from 1 = never to 5 = always.
Leadership style. A shorter version of the Leadership Scale for Sports (Chelladurai & Saleh, 1980) , adapted in Greek population (Bekiari, 2014; 2016) , was used in order to measure perceived superiors' leadership style. This short version consisted of 6 items describing autocratic leadership (e.g., "decides alone what to do regarding the organization and operation of the work") and 5 items describing democratic leadership style (e.g., "allows employees to set their own goals") only two of the five dimensions were used. Responses were given on a 5-point Likert-type scale ranging from 1: Strongly disagree to 5: Strongly agree.
Job satisfaction: For the measurement of job satisfaction the Employee Satisfaction Inventory-ESI (Koustelios & Bagiatis, 1997) was used. The inventory was created using Greek employees as a sample. It included 24 items, which measure six dimensions of job satisfaction: Working conditions (5 items), Salary (4 items), Promotions (3 items), Work itself (4 items), Immediate superior (4 items) and the organization as a whole (4 items). The responses were given in a five-level Likert scale ranging from 1 = strongly disagree to 5 = strongly agree.
Data Analysis
Data analysis included the use of the Statistical Package for Social Sciences (SPSS 21.0). Cronbach's α reliability analysis was used to examine the internal consistency of the factors of each questionnaire. Afterwards, two-way MANOVA was used in order to examine differences between gender and age in argumentative- This bivariate test was implemented in order to provide an overview of all possible correlations. Additionally, regression analysis was conducted in order to explore the extent to which the perceived superiors' argumentativeness could be a significant predictor of their leadership style and the employees' job satisfaction. The level of statistical significance was set at 5%. Finally, employees' and superiors' typology regarding parameters of argumentativeness, leadership style perception and employees' job satisfaction will be formulated using Principal Component Analysis.
Results
Two-way MANOVA was performed to examine differences existed in argumentativeness, leadership style and employee satisfaction between gender and age. (Table 1) . Also, the examination of the univariate effects revealed significant effect of age (Table 2) . Finally, the examination of the univariate effects presented significant effect of the interaction between gender and age on argumentativeness In addition, a correlation analysis was conducted, the results of which are presented in Table 3 . As it can be seen, there was a negative significant relationship between perceived superiors' argumentativeness and autocratic leader- Table 4 .
In the Table 5 two types of relations between employees and superiors are revealed: the "unitarist" and the "individualist" depending on the non-profit-or profit-orientation as employees and on the perception of legitimate attributes of the superior. 
Discussion
The goal of the present study was fourfold: a) revealing statistical significant differences between gender and age, b) exploring the relationship between perceived superiors' argumentativeness, leadership style and self-reported employees' job satisfaction, c) investigating the influence of argumentativeness on leadership style and employee satisfaction in sport organizations and d) proposing an employees' and superiors' typology. According to the results of the study, statistically significant differences were observed between gender and age in perceived superiors' argumentativeness, leadership style and self-reported employee satisfaction. Moreover, perceived superiors' argumentativeness was negatively related to autocratic leadership style, self-reported employees' salary and promotion, while there was a positive significant relationship between superiors' argumentativeness and democratic leadership style, employees' work conditions, work content, immediate superior and organization. Furthermore, superiors' argumentativeness could significantly predict the variables of democratic leadership style and employees' work conditions, work content and immediate superior. Distinct types of relations between employees and superiors may be distinguished: "unitarist" and the "individualist".
According to the results of this study, male employees proved to have higher score in argumentativeness, democratic style as well as in leader satisfaction compared to women, whereas, women employees presented higher score than class. This can be explained by the finalization of the opinion and the value system appearing at high age. As far as salary and organization are concerned, female employees presented higher score than male ones in the age group 22 -35.
Female employees of age groups 22 -35 and 36 -45 showed higher score on promotion than men. This is reasonably explained by the market needs (e.g.
shopping as life style) appearing in early age phases and by the need of reputation and ordinariness at higher age. Finally, concerning work content, male employees from 36 to 45 years old revealed higher score than women at this age group, while women from 46 to 55 years old presented higher score than men at this age. This indicates that the job satisfaction in case of male employees is mainly based on enthusiasm and dynamism which is a characteristic of earlier age phase. On the other hand, the job satisfaction of women is apparently based on the capability of quick familiarization with the work content which is induced by the experience accumulated with the age. In the present study, it was supported that the perceived superiors' argumentativeness is negatively related with autocratic leadership style, promotion and self-reported employees' salary. This seems to be in accordance with previous research which indicates that the argumentativeness of instructors is supposed to related with their behavioral parameters such as the friendly and relaxed attitude as well as with the ability to listen comprehensively and carefully (Driver et al., 2000; Myers & Rocca, 2000) . The negative relation of argumentativeness with autocratic leadership style can reasonably be attributed to the fact that superiors who are characterized by authoritarianism often tend to give orders disregarding their employees' views and without justifying their decisions (Barić & Bucik, 2009; Belias & Koustelios, 2014) , even if these concern salary and opportunity of promotion which are crucial for the job satisfaction.
In the present study, it has also been found that superiors' argumentativeness is positively correlated with employees' work conditions, democratic leadership style, immediate superior, work content and organization. The findings seem to be consistent with the results of previous research, which shows that argumenta-A. Bekiari, V. Ntakou DOI: 10.4236/ojl.2018.71001 11 Open Journal of Leadership tiveness is positively related with the democratic leadership style, supporting active participation of trainees in decision-making and encouraging the respect. It also involves the encouragement by the leader to take initiatives and to freely express ideas (Barić & Bucik, 2009; Somech, 2005) . Apart from that, it also noticeably affect the perception of the importance of work conditions, nature of the work, immediate superiors and organization as a crucial determinants for job satisfaction.
The results of this study appear to be compatible with previous research findings which suggest that argumentativeness helps trainees express themselves and improve their self-confidence and learning (Bekiari, 2012; 2014; Hamilton & Hample, 2011; Hassandra, Bekiari, & Sakellariou, 2007; Myers, 2002; Myers & Rocca, 2001; . Moreover, two types of relations between employees and superiors are revealed: the "unitarist" and the "individualist". The unitarist type disregards salary and promotion perspectives and perceives the sport organization as a whole which ought to function harmonically and ideally (desirable work conditions and content, acceptable leadership and organizational effectiveness). Thus, he perceives himself not as an individualist-oriented entity but as a part of the whole system. Such a type tends to be optimistic and thus to discern quite legitimate dimensions of their superior (argumentativeness and democratic style).
Inversely, an employee type who feels such acceptable attributes of the superior, is inspired enough to cultivate unitarist and not individualist values. The individualist type is mainly profit-oriented (salary, promotion). Simultaneously, he is also interested in organizational effectiveness, as this induces a comfortable climate. Such a type is normally not interested in recognizing any particular leadership attributes on their superior, but just in personal profit.
Conclusion
In conclusion, it could be stated that the superiors' argumentativeness and dem- (Bekiari, 2016; 2017a; Bekiari & Balla, 2017; Bekiari & Manoli, 2016; Bekiari & Pylarinou, 2017; Deliligka, Bekiari, & Syrmpas, 2017) or in sports/sport organizations (Donnelly, Carron, & Chelladurai, 1978; Koustelios, 2001; Koustelios & Kousteliou, 2001) , positively affects the relationship between superior and employee, and not only lead to improvement and job satisfaction, but it could also be destructive for the performance of employees. Future studies could recruit larger number of employees from other organizational contexts of Greece in order to increase findings' generalizability. A relatively more balanced sample in terms of rural-urban interviewees can be collected. Peer influence on motivational climate and on employee satisfaction could also be explored.
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